Purpose -The main objective of the following article is to present issues associated with managing diversity in the context of demographic changes. The aim of this paper is to offer concrete suggestions on how organizations can overcome demographic changes and tap the business potential of diversity management. Design/Methodology/Approach -The authors' approach is based on the literature, statistic data and authors' own research. The empirical part was developed on the basis of survey research titled "Diversity Management in the V4 Countries as an Answer to Demographic Changes". The research was quantitative, implemented through the computer-assisted personal interviewing (CAPI) technique on a group of 101 respondents. The research study was conducted in 2016-2017. Findings -According to the research, knowledge and practice of diversity management is not very widespread in the Czech Republic. The research has shown that according to the opinion of the respondents from organisations, they recognize differences in motivation factors for specific groups of employees. The majority of respondents see the values and benefits of different groups of employees, as well as their specific needs. The majority of respondents know that specific groups can be the objects of various types of discrimination. Practical implications -Changes taking place on the labour market and globalization -and in particular the demographic changes in the Czech Republic -have evoked a necessity of searching for new strategies of management. Contemporary human resources management strategies should take into account social and demographic changes and the influence of those changes on customer purchase behaviour and requirement. Therefore, knowledge of diversity management and practical applications should be reflected in strategies of organizations. Results of the study provide general guidelines for determining the direction of how important diversity management should be in organizations. Originality/value -The research concerns diversity management in the Czech Republic with respect to demographic changes.
Introduction
As a result of globalization, labour market changes, changes in society, or demographic development, diversity management has become ever more important for the whole society and business. Demographic changes will have a key impact on the labour market over the next two decades (and later), both in Poland and in the rest of Europe. The demographic trends presented above will have serious consequences for organisations and managers in the decades to come. Implications include: the need for a better understanding and awareness of different social groups and appreciating how diversity can bring benefits for organisations. Although this does require flexibility at work, while ensuring quality work through creating non-discriminating environments inside organisations and a better integration between life-work balance. Hence, organisations are increasingly characterised by diversity, both in terms of their external and internal surroundings. Maximising and tapping into diversity in the workplace is an important issue for the quality of managing human resources (and not only) today (Gross-Gołacka, 2016, p. 28) . It is interesting to look at the awareness of managers of the issues of diversity management and demographic changes, as they are important for the future of management and development. Therefore, this article is concerned with this awareness and the opinions pertaining to diversity management of Czech managers/owners.
Terminological Findings
Classically (see e.g. Mor Barak, 2011, pp. 136-145; Thomas, 1999; Thomas, 1991; Loden, Rosener, 1991) , diversity has been defined as a mosaic of characteristics brought to the organisation by employees; characteristics such as gender, age, race, ethnicity, religion, family conditions or physical abilities. Diversity among employees can also be concerned with the diversity of functions in a given organisation. It also includes lifestyle, sexual preferences, origin, work experience at an organisation, the status of being dismissed or employed. Diversity, in its broad definition, can relate to any perceived difference and similarity between people, both observable and otherwise (the effect will be a wide and universal approach). Diversity is understood as a collection of characteristics, including all characteristics differentiating one person from another (in terms of employees) and their similarities.
The term "diversity management" has been used for the first time in the United States in the 1980s, but only in the 1990s did the concept find its reflection in the activities undertaken by organisations. It has to be noted that while the concept has developed based on historical developments, it is also strongly rooted in practice (Gross-Gołacka, 2018, p. 11 In comparison to V4 countries, the migration is biggest in Poland (about 218 000 persons) and lowest in Slovakia (about 7 000 persons). In the last ten years, the total immigration has fluctuated due to various reasons. The highest level of immigration was observed in 2007. The number of immigrants to Slovakia is stable. The number of immigrants in Poland has grown nearly twenty times over the last ten years. The data has been presented in Table 3 . When it comes to citizenship, there is about one quarter of immigrants from Ukraine, one fifth of immigrants from Slovakia, and more than 10% of immigrants from Vietnam (European Commission, 2015) . The data has been presented in Table 4 .
The accession of the Czech Republic to the European Union in 2004 (alongside 9 other countries) gave rise to a large wave of labour migration from these countries to the EU15 states, in particular those that were first to open their labour markets to "new" EU citizens (especially to the United Kingdom) (Anrdovicova et al., 2017) .
The Czech Republic is a region with intense intraregional migration, accompanied by a significantly lower inflow of immigrants from outside the region. This has been presented in Table 3 . In the last decade of the 20 th century, thousands of Bulgarians, Romanians and Ukrainians started to migrate in search of income to the Czech Republic and other countries in CEE. Initially, dominant among them were petty traders and irregular workers engaged in unskilled jobs. They were later joined by contract workers and entrepreneurs, including migrants from China and Vietnam.
The persistent high level of emigration in the Czech Republic and CEE countries relates to demographic changes (connected with the decline in fertility rates and increasing life expectancy) which lead to the permanent decline in and ageing of native population in this region as shown in Table 1 . On the other hand, modernisation, economic development and increasing labour market segmentation will lead to an inflow of immigrants. As it can be predicted, the demand for labour in certain states will result in a new immigration status of these countries. 
Impact of demographic change on employment growth
We can also discuss the potential impact of demographic changes on employment growth. In 2016, the unemployment rate in the Czech Republic was very low and slightly lower in 2017 (Marková, 2017) . The number of active population is growing very slowly mainly due to the number of immigrants. The unemployment rate is lower than 5% which is natural unemployment. Unemployment is even lower than 3% for data, which are using the total population for calculation. The highest unemployment rate was during the crisis in 2010. The data has been presented in Table 5 . The total employment rate for the year 2016 is higher than the goal of the Europe 2020 Strategy at 76.7%. The level of employment has been steadily growing since the end of economic crisis. The data has been presented in Table 6 . There have been many changes on the Czech labour market after accession to the EU. The free movement of persons in the European Union was important in improving the labour market. However, the issue of unemployment is not crucial in the Czech Republic. The Europe 2020 Strategy is preparing active labour market policies every semester. The main goal of active labour market policies is to increase the employment opportunities for jobseekers and to improve matching between jobs and workers. Unemployment, and especially long-term unemployment, can have serious adverse consequences for the individual, society and the economic system. The Commission is guiding members to design features that help to maximise the benefits of employment incentives. This includes targeting unemployed people who have limited chances for employment, ensuring that the subsidised period increases the productivity of the worker, as well as introducing conditions to increase the probability that the employment relationship will be extended beyond the subsidised period. What is more, regular monitoring and assessment of subsidised firms (and their hiring behaviour) and beneficiary workers is also of importance (European Commission, 2017). The questionnaire was designed so that the respondents were able to select answers out of the proposed or indicate their own proposals. Descriptive statistics were utilised in order to obtain answers. Overall, 101 managers and owners of Czech companies partook in the study voluntarily and anonymously (and they came from not only private, but also state-owned enterprises and NGOs). As such, the interpretation of the results of the questionnaire is the topic of the following article. Its purpose is to provide data necessary to analyse the policies of companies regarding diversity management, in order to compare these policies in connection with demographic and social-economic trends.
The research sample consisted of 54 (53.47%) men and 47 (46.53%) women 1 . In terms of age, the largest group were people between 40-49 years of age (32.67%), followed by the age group between 30-39 (27.72%) and 50-59 (20.79%). Managers above 40 years of age (who could be perceived as being more experienced) made up almost 60% of the respondents (see: Graph 2). connection with demographic and social-economic trends.
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Most of the companies (83.17%) were private enterprises, only 2.97% of them were NGOs and 12.87% were state-owned enterprises. From 101 respondents, only 1 was a member of a non-Czech company. In terms of the size of companies, the respondents were distributed almost evenly among small (1-49 employees, together 39.6%, from that less than 10 employees 2.97%, 10-49 employees 36.63%), medium (50-249 employees, 30.69%) and large (more than 250 employees, 29.7%) enterprises. Most of the companies (83.17%) were private enterprises, only 2.97% of them were NGOs and 12.87% were state-owned enterprises. From 101 respondents, only 1 was a member of a non-Czech company. In terms of the size of companies, the respondents were distributed almost evenly among small (1-49 employees, together 39.6%, from that less than 10 employees 2.97%, 10-49 employees 36.63%), medium (50-249 employees, 30.69%) and large (more than 250 employees, 29.7%) enterprises.
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Source: As in Graph 1. 3 Those results are very different from national statistics, according to which almost 98% of all the enterprises are small, c. 1.7% are medium and only c. 0.4% are large enterprises. This could be caused by the fact that medium and large companies do possess more stratified management and, therefore, have -ex definition -more employees responsible for the agenda of diversity management willing and ready to answer the questionnaire. 
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An analysis of the data with the above-mentioned features of the research sample, makes it possible to conclude that the respondents' group was highly diversified, taking into account different criteria of diversity.
Research results

Concept of diversity management in companies
The knowledge of diversity management (DM) among the respondents was limited -more than one-third (almost 40%) of them had never heard about it. Only 23.76% encountered diversity management in practice, whereas 36.63% have only heard about it. Those results are generally relevant to the question of implementing diversity management into the company's strategy. Only about 15% of companies have got explicit documents about diversity management (8.91% have got a separate document/strategy, in 6.93% DM is a part of other strategic documents of the company). Another 25.74% of enterprises incorporated DM into their code of ethics.
4 Almost 60% of companies do not have any diversity management strategy and more than one-third of all of them do not even consider applying it (Anrdovicova et al., 2017) . et al., 2017) . On the other hand, more than a half of the respondents (52.48%) find diversity management important for their company and 52.47% of them think it can increase the performance of the company. The share of "I don't know" responses amounted to: 36.63% in terms of importance of DM and 14.85% in terms of its usefulness. As such, only a minority of respondents have found diversity management unimportant (10.89%) or not useful (32.67%). On the other hand, more than a half of the respondents (52.48%) find diversity management important for their company and 52.47% of them think it can increase the performance of the company. The share of "I don't know" responses amounted to: 36.63% in terms of importance of DM and 14.85% in terms of its usefulness. As such, only a minority of respondents have found diversity management unimportant (10.89%) or not useful (32.67%).
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Graph 8. Importance of diversity management for the company (%) Source: As in Graph 1.
6,93% It is worth comparing the answers regarding the usefulness of DM and diverse teams for the company's performance. The share of respondents finding diverse teams useful is considerably higher than the share finding DM useful (see Table 7 ). An obvious explanation seems to be that the respondents find diversity important and useful, but do not think that it is important to promote it through diversity management. The benefits delivered by diversity management for the companies can be very different. The respondents were asked to answer about every benefit in the range 1-5 (1 for the smallest benefit, 5 for the biggest). Based on average values, the most important benefits are: 1. Avoiding the risk of discrimination; 2. Increasing creativity; 3. Retaining best talents; 4. Better satisfaction of employees and 5. Getting the best personnel. On the contrary, the least valued benefit was reducing costs. Coherently, the benefit of DM with the biggest share of certainty (=5) was avoiding the risk of discrimination and the one with the biggest share of mistrust (=1) was reducing costs (for exact numbers, see Table 8 ).
5
The other (partial) explanation could be that the question 6 about usefulness of diverse team did not offer the answer "I don't know", therefore, those choosing that answer about DM would have to choose another answer now. They would probably choose the "positive" answer. 
Workforce changes
The last part of the research dealt with the potential changes of workforce and the perception of needs, values and motivations of specific groups of employees by the management, as well as with the problems of inequality and discrimination. One of the questions concerned the expectations about the changes of the labour market in the next five years. The answer is that the respondents are mostly expecting the increasing share of foreigners (66.34%) and people of the age groups of 40-49 years (50.50%) and over 50 years (47.52%) on the labour market, the least expected group to increase are men (21.78%). An expected decrease is mostly associated with the groups of people aged up to 30 years (20.79%) and over 50 years (17.8%), the least expected groups to decrease their share in the labour market are foreigners (2.97%) 6 and men (5.94%). The most stable groups on the labour market in the future are consequently expected to be men (63.37%), women (49.50%) and disabled people (37.62%) (Anrdovicova et al., 2017) .
The other issue dealt with the problem of workplace motivation. One of the questions asked to the groups of employees was about their motivation level (see Table 10 ). The number of respondents answering every category was not the same, as it ranged between 60 and 64. Regarding those answers, the most motivated groups were older employees (aged 41-49: 65.63%, and those over 50: 54.69%) and men (50%), whereas, young employees (22.22%) and disabled people (11.48%) were perceived as the least motivated groups. Employees up to 30 years (53.97%) and those aged 31-39 (42.86%), as well as women (45%) were perceived as averagely motivated. The highest degree of uncertainty about motivation refers to the group of disabled people.
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The numbers regarding the expectations of the foreigners share can, however, be partly explained by the temporary mood in the society following the refugees crisis. (20%), stability and security of employment for employees aged 50 years or more (27.40%). In the age group 40-49 years, there are three, almost equally important motivators (base salary: 20.73%; bonus and material prize: 20.55%; self-reliance: 20.51%). For men, the decisive factor is participation in management (37.88%, only 12.12% for women 7 ), whereas for women, it is the sense of influence on the life of local community (34.85%, while for the men it is 22.73%). For disabled people, the best motivational factor is (non-surprisingly) feedback.
From the point of view of the effectiveness of motivational factors on specific groups, the base salary, bonuses, employee training and non-monetary incentives are seen as the most motivating factors for the youngest group of employees. As for women, the stability 7 Most probably because of the already mentioned low penetration of women in the top management (see above). Source: As in Graph 1.
The respondents were asked about motivation, especially about specific instruments to motivate various groups. The number of answers to every instrument varied from 50 to 82 and their results are presented in Table 11 . The dominant motivational factors are very different in those groups. Regarding the age, they are: Base salary for the group up to 30 years of age (40.24%), non-monetary incentives for the group 31-39 years 
of employment, sense of influence on the life of local community, solutions to work-life balance and good atmosphere at work motivate them most, while self-reliance, participation in management and promotions are working as best motivation factors for men. Feedback is seen as the best instrument for the age group of 40-49 years (Anrdovicova et al., 2017) . Source: As in Graph 1.
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Another question was connected with groups of employees with valuable ideas, competences and opinions for companies. The respondents were asked to choose the groups which are most valuable from this point of view.
8 With reference to Graph 12, those groups are: 1. Employees in the age of 40-49 years (60.40%); 2. Employees in the age of 30-39 years (43.56%) and 3. Men (30.69%).
9 On the contrary, the least "successful" in this parameter were disabled employees. Workplace discrimination is yet another important issue, which diversity management aims to tackle. Respondents were asked about the most widespread types of discrimination.
11 Graph 13 indicates, that age is seen as the biggest reason for discrimination (61.39%), followed by gender (43.56%) and education (36.63%). On the other hand, belief or sexual orientation are rarely seen as dominant factors. However, different forms of discrimination can affect specific groups differently. Therefore, respondents were asked, which groups of employees are mostly discriminated in various areas (see Table 12 ). Recruitment and layoffs were seen as the biggest factors of discrimination for employees older than 49 years, while determining remuneration and access to training discriminated disabled people at the most. For women, access to promotion and work-life balance were found as the most discriminating.
8
With a maximum of three answers to choose, therefore, the percentages in Graph 12 are the share of 101 total respondents (and their sum is over 100%).
9
Surprising is the small percentage of the group in the age of 50 years and more. Those employees should be, ex definitione, the most experienced and their ideas generally most valuable. The explanation seems to be in the technology development, which, in case of this group, is difficult to keep up with.
10 Disabled people can, of course, be very useful in bringing new ideas or opinions, just because of their different point of view. Such a low amount of answers seems to indicate, that the enterprises in the Czech Republic are still not used to dealing with those employees and often perceive them as "inferior".
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With a maximum of three answers to choose, therefore, the percentages in Graph 13 are the share of 101 total respondents (and their sum is over 100%). The study also analysed the issues of the specific needs of employee groupswhether they specify their specific needs related to their age, gender etc. With reference to Graph 14, 12 the special needs are mostly related to age (64.36%), work-life balance (35.64%) and gender (34.65%). Among the least commonly indicated reasons were beliefs (4.95%) and origin (0%).
Source: As in Graph 1. 12 With the possibility of multiple answers to choose, the percentages in Graph 14 are the share of 101 total respondents (and their sum is over 100%).
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Summary and conclusion
The population diversity and labour forces are both becoming more salient topics in the Czech Republic. There is a high share of women, whereas the share of older people is still increasing. Gender and age diversity are the most significant elements of diversity, but it is also possible that other elements of diversity such as ethnic or mental and physical abilities will become more important in the future. The research study was conducted on a limited, but relevant set of respondents, who offered their insight. The analysis of the data collected made it possible to draw conclusions from empirical studies and formulate fundamental postulates in relation to the examined economic reality, in the field of diversity management and demographic changes. First of all, knowledge and practice of diversity management is not very widespread in the Czech Republic. Secondly, most of the respondents recognize differences in motivation factors for specific groups of employees. The majority of respondents notice the values and benefits of different groups of employees, as well as their specific needs. The majority of respondents know that specific groups can be objects of various types of discrimination. The above-mentioned results (with a relatively low importance and knowledge of diversity management and its application in the Czech Republic) correlate with the answers to the last question analysed, which was: "Would you like to take part in the 'Diversity Management' course?" Only approximately 1/3 of the respondents would be interested (9.90% -"yes", 27.72% -"rather yes"), whereas more than a half expressed non-interest in such a course and about 8.91% did not answer the question. and its application in the Czech Republic) correlate with the answers to the last question analysed, which was: "Would you like to take part in the 'Diversity Management' course?" Only approximately 1/3 of the respondents would be interested (9.90% -"yes", 27.72% -"rather yes"), whereas more than a half expressed non-interest in such a course and about 8.91% did not answer the question. In conclusion, while most of the managers/respondents do understand the values and benefits brought by diversity, they do not see (or are even not aware of) diversity management as an effective instrument to promote (or work with) it. The potential for diversity management studies and programs seems to be relatively large in the Czech Republic.
When pondering changes in society, in the environment of an organisation and in the work place, it becomes clear that diversity has and will continue to play a crucial role in the competitive and organisational success. Therefore, irrespectively of whether one views diversity as a social issue, pertaining to the workplace or the consumer market, demographic changes should not be ignored. The character of the society and human resources are both changing, and the conducted analysis shows that in the future they will change significantly. Vis-à-vis the challenges faced by organisations, managing diversity ought to become an important issue for managers -from observing diversity to planning to manage it effectively as well as employing diversified human resources -as diversity is simply a fact. Such an approach serves as a gauge of the quality of management. For instance, in the United States, over the last 20 years, diversity and integration have both become important elements of the concept of managing organisations. According to SHRM data, 55% of large companies in the USA are promoters of diversity, whereas 42% of diversity programmes are supported by CEOs, the highest levels of management and Human Resources Officers (HRO). In conclusion, while most of the managers/respondents do understand the values and benefits brought by diversity, they do not see (or are even not aware of) diversity management as an effective instrument to promote (or work with) it. The potential for diversity management studies and programs seems to be relatively large in the Czech Republic.
When pondering changes in society, in the environment of an organisation and in the work place, it becomes clear that diversity has and will continue to play a crucial role in the competitive and organisational success. Therefore, irrespectively of whether one views diversity as a social issue, pertaining to the workplace or the consumer market, demographic changes should not be ignored. The character of the society and human resources are both changing, and the conducted analysis shows that in the future they will change significantly. Vis-à-vis the challenges faced by organisations, managing diversity ought to become an important issue for managers -from observing diversity to planning to manage it effectively as well as employing diversified human resources -as diversity is simply a fact. Such an approach serves as a gauge of the quality of management. For instance, in the United States, over the last 20 years, diversity and integration have both become important elements of the concept of managing organisations. According to SHRM data, 55% of large companies in the USA are promoters of diversity, whereas 42% of diversity programmes are supported by CEOs, the highest levels of management and Human Resources Officers (HRO). Importantly, this does require a proper understanding of the essence of diversity and social integration. Fundamentally, it should be assumed that diversity management is a path towards constantly discovering people, their input and value, which may prove beneficial for both organisations and societies. Therefore, diversity should be viewed as reality, not as a problem. It, therefore, seems that in the 21 st century, success of every organisations will depend upon whether they will be able to manage diversity more effectively than they did in the past. Organisation, which will make diversity management part of their business strategy will be the winner.
